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The current situation has exacerbated existing inequalities in academia. Trying to maintain post-graduate studies or an academic career is tough at the best of times, but the impact of working from home is intrinsically variable. Parents who once relied on childcare during working hours have been grappling with having their children at home 24/7, and those reliant on periodic respite from infirm elderly relatives are now solely responsible for their care. The careers of women will take a hit given that they still do the majority of unpaid work at home. It has already been noted that women are submitting far fewer pre-prints than their male peers \[[@bib1]\]. Further, many colleagues are spending considerable time supporting others who are vulnerable --- relatives, friends, and neighbours --- both practically and emotionally. Many are bereaved or ill themselves due to the virus. Those who suffer from poor mental health may find themselves more anxious given the dire situation worldwide. All this will likely be felt much harder by BAME/POC academics given the disproportionate impact of coronavirus on their communities.

Yet, many are being asked to maintain the same workload. Additional work is required to teach and administer exams in the virtual lecture theatre. It is challenging to support students and maintain research group cohesion, all over the computer.

Research productivity has declined or stopped for most researchers. Current realities are degrading the ability to concentrate. Field seasons have been cancelled outright, and long-term experiments killed or frozen. It is hard or impossible to go back into the lab to address reviewer comments (please reviewers, consider this before asking for more data!) or maintain projects. Even with emergence from lockdown, it is unsafe for many lab facilities to run at full capacity. Other colleagues are responding to the COVID-19 pandemic in service roles, and their scientific research has been put completely on hold.

The situation for early career researchers is also problematic. Commonly working on short-term postdocs or fellowships, the loss of work can be severe. In some cases, a swift and strong response has been seen, for instance Research Councils in the UK have agreed to fund extensions for final year post-graduates. Although no-cost extensions have been more widely provided, these are weaker measures, more readily used by those with existing financial security. Moreover, post-doc and faculty positions have been pulled en masse with many opportunities yet to return. The job market will be contracted for some time. These are issues that will worsen inequalities by penalizing those without a financial safety-net.

An additional issue is housing. Some cannot separate work and home space. Meetings are held perched on the corner of a bed. Others live in areas with poor internet connection, or are suffering social isolation and separation from support networks that impede their capacity to be productive.

Our list of potential impacts is not exhaustive --- there are numerous others that are particular and private, but profound. A key challenge is to account for the sheer heterogeneity of ways in which careers will be detrimentally affected by the pandemic. Leaders should ensure that mitigation does not become a mere tick-box exercise that fails to adequately capture the wide variance in experience.

We call on university administrators, senior management, funding agencies, and scientific colleagues to ensure that they support those who have faced disproportionate consequences of the pandemic. This support is especially important now as some countries are starting to exit from lockdown. It is not the time to expect a rapid 'return to normal'. We are likely to be moving into a 'new normal' that we do not yet understand. In the short-term, flexible working patterns should continue to be permitted, including working from home, where appropriate. It must be remembered that many will still need to self-isolate and care for children and vulnerable individuals. Line managers should not expect their staff to immediately return to work when given the green light by institutions. Deadlines should continue to be extended or softened, and extensions funded wherever possible. Over the longer term, some are calling for this time to be characterised as 'leave', with promotion and hiring criteria, as well as grant eligibility, to be relaxed. Many will not be able to recover this lost time, and it will show on their CVs.

The informal responses of many universities and institutes have been supportive thus far. What awaits to be seen is how they will act going forwards. Presently, women, BAME/POC, LGBTQ+, and disabled colleagues are less represented in permanent professorial ranks. BAME/POC academics experience systemic barriers to their career progression. We thus need recruitment, retention, and promotion processes to be more active in enhancing diversity, and inequalities in academia pre- and post-Covid need to be tackled and removed. We have an opportunity here to wake up, be more inclusive, and re-consider our processes more widely. Let's take action with a view to emerging from the pandemic into a fairer academic world.
